dition, countries such as Australia and the United Kingdom encourage female representation through their corporate governance codes.20 Some international companies consider meeting the quota an opportunity to gain U.S. business and have actively recruited U.S. women to serve on their 14 . Viviane Reding, Address at Conference at the European Parliament, Turning Gender Equality into Reality: from the Treaty of Rome to the Quota Debate (Oct. 3, 2012), available at http://europa.eu/rapid/press-release SPEECH-1 2-678_en.htm. The European Union considered a mandatory quota of 40%.23 It Was, however, rejected and later replaced by a proposal to "smash the glass ceiling that keeps women out of top jobs" by setting a 40% goal.2 4 If adopted, larger companies 25 would be required to favor women over equally qualified men. Companies would face sanctions not for failing to meet quotas, but rather for failing to favor women. 26 They would, though, be required to disclose the identity of unsuccessful female candidates and why they were not chosen.27 Neither of these European systems would be legally sustainable in the United States, although the goal system comes close.
See

B. Quotas, Goals, and Affirmative Action in the United States
The result-oriented European quota system relatively quickly diversifLies representation and overcomes overt and covert prejudices and stereotyping. These advantages were understood in the United States decades ago. In the 1970s, however, the Supreme Court declared using quotas as a means to bring more Blacks into higher education unconstitutional. That decision, Regents of University of California v. Bakke,28 Still stands. Bakke was controversial then, and the idea of racial and gender preference, also called affirmative action, remains so today.
Affirmative action had a long history prior to the 1978 Bakke decision. During World War II, President Franklin Roosevelt issued Executive Order 8802, which prohibited discrimination by defense contractors. 29 
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contractors to "take affirmative action" to ensure they were not discriminating in employment on the basis of race or national origin. 30 President Lyndon B. Johnson "greatly expanded the reach and effectiveness of nondiscrimination provisions in federal contracting"31 through Executive Order 11246,32 which also "gave American law and culture the phrase 'affirmative action.'"3 In addition to barring discrimination, the Order required contractors to adopt plans to correct underutilization of those in protected groups, including women. 34 These orders barred discrimination, but did not mandate racial preference. The 19 6 0s saw a sea change in attitudes about societal disparities.
Congress, 35 educational institutions, 3 6 agencies, 37 and businesses38 also began to take measures to level the playing field and to ensure entry for groups that were traditionally the victims of discrimination. Some went further, however, and employed racial preferences to speed up the process. 39 As these programs were implemented, court challenges ensued.40 When the government granted preferences in favor of minorities, challenges were mounted under the Equal Protection clause of the Constitution. In Bakke, the University of California, Davis Medical School adopted an admissions policy that reserved sixteen of one hundred seats for members of certain minority groups.
4 1 A white student who was not admitted challenged the legality of the policy. 4 should not be taken into account, while another four disagreed. 4 5 Justice Powell broke the deadlock by rejecting the Medical School's particular admissions program, but acknowledged the importance of "attainment of a diverse student body. "46 The Medical School argued that its special program served four purposes: "(i) reducing the historic deficit of traditionally disfavored minorities in medical schools . .. ; (ii) countering the effects of societal discrimination;
(iii) increasing the number of physicians who [would] practice in communities currently underserved; and (iv) obtaining the educational benefits that flow from an ethnically diverse student body." 4 7By rejecting the first three and accepting the fourth, Justice Powell allowed institutions to take race into account in the admissions process, provided that it was part of a holistic approach in evaluating the applicant. Though Justice Powell's opinion stands today, 4 9 quotas as a means of addressing inequities remain unconstitutional.50 Subsequent decisions have allowed government entities to set goals under an affirmative action plan to correct inequitable numbers.51 The difference between this scheme and the EU proposal is that the EU plan mandates a preference, while the U.S. goal system does not. Indeed, courts in the United States would likely find mandated preferences illegal "reverse discrimination."52 When Title VII of the Civil Rights Act of 1964 was enacted, barring discrimination in private employment, affirmative action was only mentioned as a court-ordered remedy for intentional employment discrimination. 53 Prior to Bakke, the United States Supreme Court stated, with regard to Title VII (which guarantees equal opportunity regardless of race, color, state medical school; but with Justice Powell casting the deciding vote, the Court sanctioned affirmative action in education, so long as it assumed a particular form."). 6 a case decided under Title VII, the Court upheld voluntarilyadopted affirmative action in private employment. Because Title VII prohibited racial preference, the Court cited "the 'spirit' of the 1964 Civil Rights Act rather than its language prohibiting discrimination. It found that the purpose of the Act was to advance historically disadvantaged groups in employment; therefore voluntary affirmative action plans were permitted when they helped achieve this end."57 The Court, relying on Weber and Bakke, upheld affirmative action for women (who are a majority in the voting population, but also traditionally discriminated against in employment) in Johnson v. Transportation Agency, Santa Clara County, California.18 The case involved a gender-based, voluntarily-adopted affirmative action plan under which the county employer promoted a woman over a man who had scored slightly higher on the exam taken for promotion.
5 9 The Court held that an affirmative action plan that considered being female a plus factor was valid when there was a manifest imbalance reflecting women's underrepresentation. 6 0 It noted that no positions were set aside for women 61 and that no men were automatically ex- versity of Texas ("UT") adopted a "Ten Percent Plan," pursuant to which it admitted the top ten percent of students from Texas high schools.102 Under this plan, UT has been able to maintain a diverse enrollment because most schools serve neighborhoods that reflect the diverse makeup of the state.
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UT also considered race in a Grutter-like fashion for about 25% of the freshman class in admission decisions. For this group, decisions were made on the basis of several factors, including race.' 0 4 The rationale was that the numbers of Blacks and Hispanics admitted under the Ten Percent Plan was too low to represent a state that will soon have no majority race.
05 UT was concerned that the Ten Percent Plan might overlook middle ranked students with higher SAT scores at a more competitive suburban school.1o6 The Plaintiff, who was denied admission,o7 argued that because the Ten Percent Plan already admitted many minority students from minority-concentrated high schools, there was no need for a Grutter-style consideration of race for the rest of the applicants.o8 A large number of private and public universities, over half of the Fortune 500 companies, 09 and the Obama administration, among others, filed briefs supporting the UT plan.'"' The administration's brief stated that the government "has a vital interest in drawing its personnel-many of whom will eventually become its civilian and military leaders-from a wellqualified and diverse pool of university and service-academy graduates of all The long trend of the Court decisions is to require greater proof of need, and the 10% numbers will make that very hard to show.1I This decision will likely clarify the future of affirmative action. At this point, however, it is clear that preference without a great showing of need, and without individual consideration on a variety of factors, will not be sustained.
C Pregnancy Discrimination Act
The Pregnancy Discrimination Act ("PDA") was specifically designed to provide women a level playing field in employment.'1 4 Recognizing that Title VII was not preventing women from suffering discrimination on the basis of motherhood, pregnancy, and perceptions related thereto,'1 5 Congress passed the PDA as an amendment to Title VII during the activism of the 1970s. 116 The PDA prohibits "all forms of discrimination on the basis of pregnancy, such as discriminatory failures to hire and promote."'7 Courts, however, routinely interpret the PDA restrictively.'l1 Some courts treat pregnancy under the PDA as the equivalent of a disability, and one that is chosen because women have control over becoming pregnant.' '9 Because the disability is thought to be by choice, protection against discrimination is minimal.120 The law only requires that that pregnant employees be treated the same as other employees similar in their ability or inability to work.121 Thus, if an employer treats a similarly restricted employee poorly, it can treat the pregnant employee just as poorly. Some courts hold that the PDA "prohibit[s] only discriminatory animus against pregnant women."22 Thus, the PDA may not remedy sex-neutral policies even when these policies disproportionately affect pregnant women.1 23 A woman's ability to continue to work and give birth "seems to be in spite of, rather than because of, passage of the PDA."l 24 These restrictive interpretations "inculcate the cultural stereotypes and invidious treatment of women who have been, are, or may be affected by pregnancy or childbirth in their lifetime."125 The PDA is sufficiently vague so as to lead to wide discrepan- Discrimination on the basis of pregnancy operates at all levels of employment, including at the upper levels. Bass v. Chemical Banking Corp. provides one example.129 Bass sued her employer over the loss of a promotion opportunity. 30 She alleged that her employer discriminated against her because she was the mother of young children.'1' Instead, the promotion went to a woman without children.1 3 2 Her claim was dismissed because she failed to show that men with young children were treated more favorably than she.'13 Men with young children, however, seldom suffer discrimination on that basis.
An example of how rare it is to have pregnant women in the top levels of organizations is the selection of Marissa Mayer as the CEO of Yahoo in July 2012.134 The same day that Yahoo announced that it was hiring her, Ms. Mayer announced that she and her husband were expecting their first child.' 35 The selection made Ms. Mayer the twentieth female CEO in a ever pregnant CEO in a Fortune 500 company. 137 Unfortunately, her pregnancy generated more discussion than did her qualifications to lead Yahoo and her visions for the organization.
The widely acknowledged deficiencies of the PDA have prompted lawmakers to introduce the Pregnant Workers Fairness Act. 139 This bill aimed to offer more protection to pregnant workers than does the PDA. Its goal is "to eliminate discrimination and promote women's health and economic security by ensuring reasonable workplace accommodations for workers whose ability to perform the functions of a job are limited by pregnancy, childbirth, or a related medical condition."1 4 0 For example, even if the pregnant worker cannot perform the same work as the non-pregnant worker, the employer would still be required to accommodate the pregnant woman to a certain degree. Lawmakers, however, failed to muster enough support for the bill and it recently died.
4
Of course, judges could also interpret the language of the PDA in the manner intended by Congress when it passed the law.142 Construing the PDA in this way would also be consistent with the way the law is written.1 4 3
D. Family and Medical Leave Act (FMLA)
The Family and Medical Leave Act of 1993 (FMLA), another federal law attempting to accommodate work and family life, also varies in its effectiveness in addressing work-family conflicts faced by women with dependents.14 The FMLA allows unpaid, job-protected leave for up to twelve 59 provide some payment during maternity leave in the form of temporary disability payments.
As the above discussion illustrates, the law does not adequately address the issue of gender inequality in the workplace, particularly regarding pregnant women. More information regarding gender discrimination needs to be obtained, and new approaches need to be considered. In this study, we suggest additional measures that can be taken, such as an increased focus on the role of mentoring and networking.
THE ROLE OF MENTORING AND NETWORKING
Mentoring is an "intense reciprocal interpersonal exchange between a senior experienced individual (the mentor) and a less experienced individual (the prot6g6), characterized by the type of guidance, counsel, and support provided by the mentor for the prot6g 6 's career and personal develop- Networking is an alternative, yet complementary, mechanism to mentoring that provides career and moral support, advice, and personal and interpersonal resources that aid in employees' career progression.163 It has been defined as the "process of gaining advice and moral support or using contacts for information in order to become more effective in the work world. , supra note 160, at 66 (reviewing research that examines "the relationship of masculinity -the constellation of attributes traditionally comprising the male gender role (e.g., assertiveness, individualism, and instrumentality) -to having a mentor").
Margaret Linehan & Hugh Scullion, The Development of Female Global Managers:
The Role of Mentoring and Networking, 83 J. Bus 
. ETHICS 29, 29 (2008).
which are commonly available to their male counterparts."172 The female managers interviewed suggested "that men, as the dominant group, may want to maintain their dominance by excluding women from the informal interactions of mentoring and networking."173 If women had more access to networks and mentors, they could gain from the professional and organizational socialization that these relationships provide.7 4 Yet, the women in the sample reported encountering gender related barriers to their career progress. 175 Gender differences in the work environment need to be considered in order to understand the causes and consequences of inequality and discrimination in the workplace. Two comprehensive reviews and two mentoring handbooks suggest that mentoring theory, research, and its practical applications have made much progress over the past three decades.1 6 1 Despite this voluminous literature, few studies have examined the role of mentoring in network-related outcomes 77 and, consequently, our current knowledge and insights about the interaction of demographics and mentoring on network outcomes appear limited.171 "This gap in mentoring research precludes our understanding of mentoring and leadership development,"1'7 especially for women.
III. THE PATHWAYS STUDY
Our study, denoted the Pathways Study, explores two research questions: (1) how do gender and having dependents interact with network benefits and challenges?; and (2) how do gender and having dependents interact with network outcomes? That is, does having a mentor increase network benefits and lessen network challenges for men versus women with and without dependents? 
TAMMY D. ALLEN & LILLIAN T. EBY, THE BLACKWELL HANDBOOK OF MENTOR-ING: A MULTIPLE PERSPECTIVES APPROACH (2010); THE HANDBOOK OF MENTOR-
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The results of this study reinforce the value of mentoring for women's network outcomes, especially for those with dependents, and contribute to research on gender issues in career advancement. First, this study responds to calls for research on the role of mentoring and networking in women's careers.
18 0 Further, we contribute to theory by heeding recent calls for research on the interaction of gender and family status 81 as well as the moderators of the gender-network outcomes relationship.182 From a practical perspective, the study's findings would be particularly applicable to organizations and human resource managers interested in tapping diversity and high potential female talent.183 Finally, we analyze relevant legal issues in order to open and navigate the pathways for women with dependents to overcome organizational barriers.
A. Theory and Research Questions
One could not overstate the importance of social capital for career advancement. As noted before, networking is one strategy for women to break through the glass ceiling. that "managers tended to categorize women as experiencing greater family-work conflict, even after controlling for family responsibilities and women's own perceptions of family-work conflict").
182.
Forret & Dougherty, supra note 13, at 433-34 (suggesting that future research address "how networking behaviors shape the structure of an individual's social network, and how this, in turn, influences career outcomes [,] . . . explore the effectiveness with which men and women utilize their contacts[, and] . . . explore how organizations value the professional activities of men and women"); Linehan & Scullion, supra note 168, at 264-65 (suggesting that future research on the repatriation of female executives be more theoretical and focus on the policies and practices that organizations use, including "mentoring and networking strategies," in the repatriation process). On the career front, on one hand, men, attributed masculine qualities of agency, competence, and success, are naturally associated with managerial roles or positions of power and responsibility. On the other hand, women stereotypically attributed feminine qualities of being supportive and nurturing, are less likely to be associated with managerial or high status roles, in turn making them less likely than men to benefit from a network.201 Social norms valuing the "male bread-winner," or the idea that "men support the family," signal that men with dependents have a higher need of career support than women, especially those with dependents.202 This sigof personal data in the form of observable characteristics and attributes of the individual, and it is these that must ultimately determine his assessment of the [employee]").
Katherine Giscombe, Advancing Women through the Glass Ceiling with Formal
See, e.g., Allison Munch et al., Gender, Children and Social Contact: The Effects of
Childrearing for Men and Women, 62 AM. Soc. REV. 509, 510 (1997) (arguing that the doctrine of separate spheres, which "suggests that powerful historical forces have created a social context in which parenting . . . is viewed as women's work", is the most important reason that "the impact of childrearing on social networks is genderspecific"). 
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naling may also suggest that investing in men's initiation and sustenance of networking relationships may be more beneficial.203 Indeed, research shows that because of differences in social roles and experiences of childrearing between men and women, 2 04 the impact of childrearing or dependent care on social networks varies by gender.205 For example, Allison Munch and her colleagues examined "the impact of childrearing on the pattern of social contacts for men and women"206 by using cross-sectional data from "a probability sample of 1,050 Great Plains residents in 10 towns . . . . They found "that social network size, contact volume, and composition vary with the age of the youngest child in a family."208 Childrearing reduced "women's network size and contact volume, while it alter[ed] the composition of men's networks." 2 09 These results suggest that gender differences in social roles influence career-related outcomes by placing men and women in different social spheres. The influence of childbearing and childrearing to employees' career advancement is therefore crucial to understanding how gender differences in career outcomes may be maintained throughout one's life. Another study on childrearing and its relation to women's and men's networks suggested "that having young children at home decreases women's, but not men's, job-related contacts."210 Organizational members may perceive women as having increased family responsibilities, and, therefore, not fitting for or not ready to be integrated into wider professional networks and roles. In this context, we suggest that for women with dependents, mentors can help increase the benefits of networks and decrease the network challenges they face with respect to attitudes toward gender, family, and social hierarchy. and theorizing that having a spouse is a sign of greater need). naling theory perspective, when a woman has a mentor, signals may be sent to superiors, decision makers, and networks that the woman is indeed legitimate, capable, and fit for professional roles. Apart from signaling, mentors may provide their mentees career and psychosocial support. 2 11 Career support helps prot6g6s navigate "within the organization and advance [their] careers."212 This support includes "coaching, sponsoring, providing challenging assignments, protection from organizational politics or harmful individuals, and exposure and visibility to key players in the organization and industry."213 Psychosocial support, on the other hand, relates to more personal aspects of the relationship; through role modeling, acceptance and confirmation, friendship, and counseling, it aims to build the prot6g6s' self-worth, feelings of competence, and personal and professional identity.21 4 In turn, these mentoring experiences can provide an initial link in the development of a network system for the individual.215 This raises the question whether women with dependents receive increased benefits from having a mentor, as compared to mentored men or mentored women without dependents. And would women with dependents who have a mentor be better able to overcome network challenges as compared to mentored men or mentored women without dependents?
SOCIAL EXCHANGE THEORY (Karen
B. Survey Method
Data used in this study are part of a larger project on career pathways for women to obtain organizational leadership. 216 The survey was administered, beginning in August 2007 and continuing into 2008, to graduates of leading business schools. In the U.S., surveys were sent to 11,291 male and 3,198 female Master of Business Administration (MBA) graduates, 173 female and 274 male Master of Accounting (MAcc) graduates, and 1,393 female and 2,875 male Bachelor of Business Administration (BBA) graduates of the Ross School of Business at the University of Michigan, and 1,643 MBA, MAcc, and BBA graduates of the Warrington College of Business at the University of Florida. Those earning MAcc and BBA degrees were sent surveys so long as at least three and ten years had passed since their gradua- THE ROLE OF NETWORKS, MENTORS, AND THE LAW tion, respectively, to allow for sufficient experience to potentially rise in their organizations. In Europe, survey links were sent in a newsletter subscribed by 9,101 graduates of the Cass Business School of City University in London. In addition, a survey firm was hired to solicit additional responses from men and women outside the United States. The firm sent survey invitations to 10,370 men and women who were at least college graduates and were working full-time in Europe and Asia. All surveys were in English.
Through the above methods, we received in total 1,516 usable surveys.
The majority of the sample consisted of U.S. respondents (59%); other countries represented in the sample with at least 10 respondents included the United Kingdom, Singapore, Hong Kong, Germany, India, Greece, France, and Thailand. The sample consisted of 69% males, 68% of the sample were between ages 30 and 49, 76.80% were in a committed relationship (married, civil union, or living with a partner), 2% had a twoyear bachelor degree, 19.80% had a college four-year bachelor degree, 69.50% had a master degree, 3% had a doctoral degree, and 6% had a professional degree.
Measures: Independent and Dependent Variables
Our study involved three independent variables. First, we coded the gender of the respondent. Males were coded 1 and females were coded 0. Next, respondents indicated the number of children or other dependents they had. Those with dependents were coded 1 and those without dependents were coded 0. The third independent variable was whether the respondent stated they had a mentor. A mentor was defined as "an experienced person who acts as guide and advisor to another person." The survey further provided that "[i]n a Mentoring relationship, the mentor assists the mentee in achieving leadership goals." Those with mentors were coded 1 and those without mentors were coded 0.
We then compiled information regarding three dependent variables. The first dependent variable was whether the respondent benefited from a network. Respondents rated a single statement, "I have benefited from being part of a network," on a five-point scale (1= strongly disagree, 5= strongly agree).
The second dependent variable measured was the respondent's overall network challenges. Respondents rated eleven items on the extent to which cultural factors have made creating and sustaining their network challenging (1= rewarding, 5= challenging). These factors included: knowledge of language, attitude towards gender/gender roles/sexual orientation, attitude towards family, religion, social hierarchy, community service, type of 111 education, military service, politics, race, class and cultural identity, and sports. Cronbach's alpha217 was .84.
The final dependent variable analyzed in this study concerns the respondent's network challenges related specifically to gender, family, and social hierarchy. Of the eleven items noted above, we averaged three items that have made creating and sustaining their network challenging (1= rewarding, 5= challenging): attitude towards gender/gender roles/sexual orientation, attitude towards family, and attitude towards social hierarchy. Cronbach's alpha was .70.
Measures: Control Variables
Following prior research218 we controlled for 14 demographic, human capital, career success, organization and industry-related, social capital, and spouse work situation variables that could influence the outcomes of interest. These control variables were: (c) Organization and industry. Respondents indicated their firm size on the following scale: 1) Fewer than 50, 2) 50-499, 3) 500-999, 4) 1,000-9,999, and 5) 10,000+. We controlled for industry using a dummy coding sequence where those with positions in service industries and manufacturing industries were contrasted with those in other industries.
(d) Current social capital. We included four measures of social capital to account for any networking related effects other than mentoring. Access to top people in career was measured by asking the respondents whether they have access to people at the top levels of organization, outside their office in their first job, early career, mid career, and late career, each of which were rated on a five-point scale (1= strongly disagree, 5= strongly agree). Significant activity with top people in career was measured as the total number of such activities (social, religious, community service, artistic and cultural, sports, meetings/seminars/conferences, political, and other) across their first job, early career, mid career, and late career. For shared cultural background with top people, respondents rated the sentence, "Over the course of my career, I have shared a great deal of cultural background with the people at the top levels of my organizations," on a fivepoint scale (1= strongly disagree, 5= strongly agree). Finally respondents answered Yes or No to whether they had afamily member in a leadership position in an organization in which they have worked.
(e) Spouse work situation. We added two spouse work situation variables as controls as they might influence the investment that respondents may need to make to care for dependents. Respondents noted whether they had a fulltime working spouse (yes= 1, no= 0), and whether their spouse earns more compared to them (1= substantially less, 2= about the same, 3= substantially more).
C Analysis and Results
Descriptive statistics including means, standard deviations, and correlations are reported in Table 3 . Among the independent variables, all correlations were low to moderate, suggesting few overlaps among independent variables. Variation inflation factors values indicated no problems with multicollinearity. We used ordinary least squares (OLS) multiple regression, where the control and independent variables were entered first, followed by the two-way interaction terms, and, finally, the three-way interaction term in separate steps, to examine the relationship among the variables. Our regression results are shown in Table 4 .
Among the independent variables, only mentor yes/no had a significant positive relationship with benefit from network (1 = .07, p < .05), and the only significant two-way interaction was gender x dependents (P = -. 15, p < .05) on the dependent variable benefit from network. There were no other significant main or two-way interactions. The significant lower order interactions, however, need to be interpreted in the context of the significant three-way interactions.
Interestingly, the three-way interaction for gender x dependents x mentor was significant for all three dependent variables: benefit from network (P = -. 6 9, p < .01), overall network challenges (1 -.41, p < .05), and network challenges gender/family/social hierarchy (P -. 42, p < .05). We plotted graphs of the three-way interactions for each dependent variable using unstandardized regression coefficients. Figure 1 suggests that women with dependents who also have mentors report having benefited from a network more than women with dependents who do not have mentors. Mentoring thus allows women with dependents to benefit most from networks compared to other groups. Figures 2 and 3 suggest, however, that although mentored women with dependents report benefiting from a network more than when such women did not have mentors, returns diminish when considering overall network challenges or network challenges with respect to gender, family, and social hierarchy. The results suggest that mentoring is more helpful for women without dependents than for women with dependents to overcome network-related challenges. In contrast, for men with dependents, their network challenges are reduced when they have mentors compared to when they do not. Thus, although mentored women with dependents may have access to a beneficial network, they continue to face network-related challenges. 
D. Limitations of the Study
As with any research endeavor, this study is not without limitations. We could not gather data directly from mentors about their own demographic characteristics (gender and dependents) and perceptions of women with dependents. Also, we did not go deeper into country differences. Cross-cultural differences in mentoring dynamics and outcomes may influence how mentoring interacts with demographic and context variables. Although we acknowledge that the dynamics of formal and informal mentoring may differ, we included both formal and informal mentoring cases as we did not have a theoretical reason to expect differences between formal and informal mentoring in the research questions and hypotheses examined. Moreover, fewer than 3% of respondents reported having formal mentors. Given that the focus of the study was all types of professional networks, we also did not distinguish between respondents' experiences with alumni networks, organizational networks, or professional associations. Our results are especially interesting because the majority of the sample members had graduate degrees from top schools around the world-yet, women in this sample who had dependents continued to have network challenges, despite having mentors. Nevertheless, one should exercise caution in generalizing the results from our study to employees without a similar educational profile. We also did not consider the number of dependents the study participants had, and treated those with one dependent the same as those with more than one dependent. In addition, our study only considered the network challenges as a bundle of different challenges, taking into account only the average scores, preventing us from having a more nuanced analysis of individual challenges. The data were collected through self-report surveys, and we also used single-item measures for some variables to ensure that the survey was not too long. Finally, the cross-sectional design of the study, where all data were gathered at the same time, does not allow us to make more definitive causal inferences as we did not have the research opportunity to gather longitudinal data.
IV. IMPLICATIONS FROM THE STUDY
The results of the Pathways Study suggest that employers should be encouraged to provide mentoring for women to help open networking pathways for women to succeed in business. Our study shows that mentoring results in higher returns for women with children or other dependents, at least in terms of benefiting from a network. Women with dependents, however, continue to need organizational and social support to overcome network-related challenges so that they can make the most of their membership in such network. Fortunately, many companies have established mentoring programs for women and minorities in place. Our search of the websites of the Fortune 500 companies disclosed forty-two such plans. The results of our search are listed in the Appendix. Perhaps more investment needs to be made in the area of diversity training and sensitivity to the unique contingencies that impinge on the career paths chosen by women with dependents. Mentoring would be one plan to not only promote diversity in the workforce, but to also help employers overcome challenges minorities face with respect to career enhancing resources such as networks.
A. Recommended Governmental Interventions: OFCCP and EEOC
It is also possible for a government entity, such as the Office of Federal Contract Compliance Programs ("OFCCP") or Equal Employment Opportunity Commission ("EEOC"), to impose mentoring programs.
21
9 The OFCCP might, through active monitoring of diversity, insist that government contractors adopt mentoring programs where gender diversity in management is lacking.220
The EEOC recently strengthened its systemic litigation system, which could mean that employers will be defending more discrimination cases that involve many employees.221 Additionally, the EEOC may pursue litigation even when employees may not due to arbitration agreements.
2 22 Furthermore, mentoring programs could be required as part of settlements to address the lack of advancement of women. Similarly, mentoring programs could be recommended as part of the remedy when companies have been found liable for gender discrimination.223 Moreover, mentoring programs have the potential to provide a more fair and equitable approach to advancement in organizations, while avoiding contention. Commission (SEC) to make gender diversity a priority. This would help companies and society benefit from diversity. The SEC already has the infrastructure in place to pursue this recommendation. For instance, it adopted a diversity disclosure requirement for proxy statements in 20 10.225 Companies are required to state whether diversity was a factor in considering board candidates, how diversity was considered, and the effectiveness of its diversity policy if it had one. 226 Diversity, however, is undefined. The SEC could now require companies to disclose whether they have a diversity policy and whether gender is a consideration. This disclosure would likely spur more companies to adopt gender diversity policies. It would be consistent with the stress on board independence227 and with the goal of maximizing shareholder wealth.228 It would also be consistent with the recommendations of the Congressional Glass Ceiling Commission, which looked at artificial barriers hindering advancement to mid-and senior-level positions. 229 Its recommendations included demonstration of the CEO's commitment to diversity, inclusion of diversity in all strategic business plans, accountability of managers for progress, use of affirmative action as a tool for selection, promotion, and retention of qualified individuals,23 0 and implementation of mentorship programs to help women overcome barriers including lack of information, visibility, and resources. Once diversity is embraced, mentoring programs are likely to follow. Mentoring programs are one of the most accessible tools companies have used to help achieve diversity goals.
C Recommended Intervention of the Courts and Arbitrators
The authors have previously recommended that judges and arbitrators consider requiring firms to provide mentoring programs as part of the remedy ordered for violations of Title VII.
2 32 Equitable relief is permitted under Title VII and mentoring may be particularly effective where there has been disparate treatment.
23 3 A mentoring program coupled with appropriate changes in human resources practices may help women successfully navigate the pathways to positions of leadership.
V. CONCLUSION
Various studies have suggested mentoring and networking as means to improve career outcomes, but past research has not examined how mentoring influences networking outcomes for men and women with and without dependents. The Pathways Study provides evidence that for women with dependents mentoring can improve the benefits women experience in their networks. Our results, however, also suggest that women with dependents, even with mentors, report higher network-related challenges than do mentored women without dependents. Mentoring helped reduce networkrelated challenges when women did not have dependents and when men had dependents. Although the good news is that mentoring does help women (at least those without dependents), women with dependents seem to especially need increased developmental investment. It may be that having dependents sends negative signals to senior decision makers and mentors, and continue to pose challenges. Thus, organizations and mentors could do more to understand the career dynamics of and reduce the challenges faced by these women.
Past research also suggests that women who are married, with or without children or other dependents, have more difficulty gaining mentors. 234 From our data, too, it is reasonable to conclude that it is precisely these women who need mentoring most. This may be because mentoring tends to boost confidence and provide career clarity and satisfaction. It may also be that a mentor can provide role modeling for women balancing work and family lives. Perhaps with proper mentoring, more women with dependents will have the opportunity to achieve career success and to find pathways to positions of organizational leadership. And as delineated above, there are a number of ways the private sector, the government, the courts, and arbitrators could facilitate this goal. t
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